An extensive report is made of the work histories of 50 adults with significant disabilities who are served by Community Work Services, Inc., in Madison, Wisconsin. The primary purpose is to share information about the integrated vocational functioning of these adults, 90% of whom exited high school 15Y24 years ago. A second purpose is to celebrate the inspiring achievements of a remarkable group of workers, their family members and the professionals who served them. A third is to affirm the validity and feasibility of integrated vocational functioning. Hopefully, by documenting what was and is operational, opportunities for and improvements in integrated services can be generated and more ordinary lives can be realized.
States between the ages of 18 and 64 were unemployed or grossly underemployed. Subsequently, his Committee for People with Intellectual Disabilities reported that 90% of the approximately nine million adults in the USA so labeled were unemployed (PCID, 2004) . A task force established by the governor of Florida reported that approximately 85% of all adult Floridians considered to have developmental disabilities and/or cerebral palsy were unemployed (Salamone & Garcia, 2004) .
Some adults with significant disabilities have productively functioned in integrated work settings for centuries and each year increasing numbers do so in more communities around the world. Nevertheless, the post-school outcomes realized by the vast majority are tragically unacceptable and wasteful of hopes, dreams, lives, and increasingly scarce tax dollars. Far too many exit school and are unnecessarily confined to segregated enclaves, workshops, and activity centers or stay at home all day with family members and/or others who are paid to be with them (Blackorby & Wagner, 1996; Brown, Farrington, Suomi, Zeigler, & Knight, 1999; Certo, Pumpian, Fisher, Storey, & Smalley, 1997; Certo et al., 2002; Horvath, Rose, & Stapleton, 2003; Hunt, 2004; Luecking & Certo, 2003; Murphy & Rogan, 1995; Wehman & Kregel, 1998) . We can and must do something to change this most unfortunate state of affairs.
In the 1970s, segregated special education schools and classes were the predominant, if not the only, service delivery options offered students with significant disabilities. In addition, the standard curriculum offering was Bschool-only[ instruction; students rarely left the school to engage in learning opportunities in community settings. A few came to realize that when instruction was confined to the physical property of schools, too many important and learnable skills could not be acquired; the performance criteria used were inappropriate, counterproductive, or even harmful if manifested in nonschool settings; even the best teachers and therapists ran out of good ideas quickly; and it was difficult to stay excited about teaching when the known post-school outcomes were segregation and nonproductivity.
Also in the 1970s, a small group of Madison Metropolitan School District (MMSD) teachers and administrators, parents, and University of Wisconsin students and faculty members dreamed of post-school lives that were richer, more varied, safer, interesting, challenging, respected, and otherwise more ordinary than those segregated contemporaries were experiencing. Tangibly, more ordinary meant increasing: the number of environments in which the students would participate in postschool life; the quantity and complexity of respected skills they were given opportunities to learn and perform over long periods; the number of persons with and without disabilities with whom they could interact and develop social relationships; and the choices they could make about where they went, what they did, and with whom they were with. They arranged for a few individuals labeled Btrainable level retarded[ and Bseverely emotionally disturbed[ to receive authentic vocational assessment and authentic vocational instruction during school days and times (Brown, 2005a (Brown, , 2005b . Authentic vocational assessment refers to arranging for an individual with disabilities to participate in real work and related settings and activities and then determining meaningful discrepancies between the expressed repertoire and the actual requirements of minimally acceptable participation. Authentic vocational instruction refers to teaching that is actually needed to meet the minimally acceptable performance standards of an employer.
In those days, authentic assessment and instructional techniques were considered by most as radical, extreme, dangerous, impractical, too costly, developmentally absurd, and generative of false hopes. Few MMSD teachers agreed to use them and few parents allowed their children to experience them. However, once some students demonstrated they could learn to participate safely and efficiently in integrated nonschool settings, teachers quickly realized they did not have enough time to teach the wonderful array of other important skills that could be acquired. They remembered how frustrating and depressing it was when instruction was confined to school grounds. That is, they realized it was better to run out of the time needed to teach important skills in many places than to be unable to think of important skills to teach in the time you had in the limited number of places in which you participated.
Unfortunately, the post-school options available to those who received authentic assessment and instruction were segregated workshops, activity centers, and staying at home. One local agency provided supportive services in integrated vocational settings. Dane County officials directed monies to this agency to serve the 1981 MMSD graduates with significant disabilities who were functioning in integrated work settings when they exited school. They reasoned that it would be counterproductive and ideologically questionable to confine those graduates to segregated settings after school personnel prepared them for the real world of work and because their parents/guardians clearly preferred the integrated option. The agency hired a job coach who provided support to these graduates, decided to serve only a small quota of persons with significant disabilities, and shortly thereafter went out of business.
Those who continued to support segregation manifested vehement opposition to this departure from traditional funding practices. They predicted the workers would lose the integrated jobs they had when they exited school and would not be able to get others. They told parents their children would be unsafe, abused, isolated, lonely, and ridiculed in integrated settings. It was clearly communicated that if a segregated placement was rejected at school exit and parents applied for one at a later date, their children would be put on waiting lists without guarantees they would ever be accepted. They also told parents, BWe are offering you a placement for life. Take it or leave it.[ In short, segregationists were quite comfortable confining large numbers of persons with disabilities to one environment, allowing them to engage in an extremely limited range of tasks, arranging for them to interact only with others with disabilities and individuals who were paid to supervise them and disallowing few, if any, choices about important parts of their lives.
Community Work Services
From its inception, Community Work Services received county administered tax dollars to serve adults with significant disabilities in integrated settings who (a) were exiting the MMSD and employed in integrated work environments, (b) were exiting non-MMSD schools in Dane County and sought an integrated option, (c) wished to leave or were terminated from segregated workshops and activity centers because of challenging behaviors, or (d) moved to Dane County from large public and private institutions.
In August 2005, the endpoint of the data used for this report, Community Work Services served 70 workers, employed two co-directors (one at 100% FTE and the other at 60% FTE), an office manager (37.5% FTE), and the equivalent of 14 full-time job coaches. In 1989, Community Work Services decided to limit the number of workers served for two quality assurance reasons. First, agency leaders believed that it was extremely important to remain small enough to allow the co-directors to provide direct support services. This would afford individualized knowledge of all workers, their families, coworkers, and employers. It would also allow for the provision of meaningful training and support to both workers and job coaches. Second, the agency was committed to affording all workers individualized horizontal and vertical enhancement opportunities throughout their careers. Horizontal enhancement refers to increasing the number of skills in a particular difficulty range a worker learns and performs. Vertical enhancement refers to increasing the complexity of the skills a worker learns and performs. Consequently, whereas the agency added 43 school graduates between 1984 and 1988, it accepted only seven school graduates between 1989 and 2005. The decision to limit capacity induced the development of similar services by other agencies. In 2005, 14 agencies in Dane County served over 700 workers with disabilities who required long-term support in integrated work and related settings.
Sources of Information and Table 1
After reviewing the records of the adults served by Community Work Services, it was decided that the 50 workers who exited high school from MMSD (47 workers) and other school districts in Dane County (3 workers) would be the focus of this report. The primary source of information was the records kept by Community Work Services. Supplementary information was secured by contacting the parents/guardians of the workers, job coaches, employers, coworkers without disabilities, government officials, school records, and residential service personnel. Confidentiality procedures were approved by the workers (or when appropriate, by their parents/guardians), as well as the co-directors and board of directors of Community Work Services. Specifically, it was agreed that the workers' names would not be used. A numbering system was developed based on the year in which the worker exited school and data were tracked through this system. It should be noted that many of the MMSD graduates have been involved in other post-school follow-up analyses (Brown et al., 1986 (Brown et al., , 1987 Piuma, 1989; Vandeventer et al., 1981) . Table 1 contains the work histories of the 50 students with significant disabilities who exited school from 1981 to 2005. The relevant experiences of one worker could easily fill a large book. When selecting the descriptive data to include in Table 1 , an attempt was made to reach a balance between too little and too much. In the end, two central questions guided the decisions regarding which data to include the following:
& What are the work histories of these 50 workers, most of whom are now in their late 30s and 40s?
& What do these work histories suggest about what is important for schooling, for adult service agencies, for policy makers, and for parents/students to consider? Answering these questions requires the sharing of a fair amount of descriptive data; hence, the length of Table 1 is considerable. In addition, summary statements, based on an analysis of Table 1 , are made throughout the narrative. Table 1 contains basic background information about the workers, including the year graduated, age, gender, disability labels, and residence. Work histories are presented for each worker beginning with a list of work environments (arranged chronologically beginning with the 2005 environments and progressing back to the employment setting at school exit). Basic information is provided for each work environment including, (a) years and months in job, (b) work tasks, (c) hours/week (employed in a particular job), (d) hourly wage, (e) professional support, and (f) reasons for job changes.
The 50 Workers
In 2005, the 50 workers ranged from age from 23 to 45 years. Their average age was 39.4. All but four were 35 or older and had been out of school for at least 15 years. Twenty-eight of the workers were male, 22 were female. Forty-five were White, three were African American, one was Latino, and one was Asian American. The workers of concern are individuals who were considered to have significant disabilities; that is, individuals whose intellectual and adaptive behaviors represented approximately 1% of a naturally distributed general population. All experienced communication, cognitive, social, physical, behavioral, sensorimotor, and/or other challenges in kinds and degrees most would consider severely disabling. All needed substantial long-term assistance in all activities of daily living. All but one had been ascribed standardized, adapted, and/or estimated intelligence test scores of approximately 50 or below. Additional disability information is presented in Table 1 . This table reveals a variety of disabilities, including Down syndrome (21), cerebral palsy (7), autism (4), and Cornelia DeLange syndrome (1). Five workers had hearing impairments and three had visual impairments. Fourteen manifested seizure disorders. Nine of the workers used wheelchairs or walkers. Twelve workers needed physical assistance when eating and/or drinking and 17 needed assistance when using restrooms. Fifteen workers were nonverbal. Three workers had Diabetes and two were diagnosed with Alzheimer's Disease.
All of the 50 workers were judged eligible for longterm vocational support by Dane County officials and all were eligible for Social Security Disability Insurance (SSDI) and/or Supplemental Security Income (SSI). One, although eligible, did not accept SSDI or SSI because of parent preferences. All the others received medical assistance. Only one received employer provided medical benefits.
Forty-three of the 50 workers were served by Community Work Services upon exiting school and continued to receive services through this agency from the time they exited until 2005. Seven workers were supported by other agencies upon leaving school but had been with Community Work Services for at least 10 years by August 2005. 
Residential Settings and Support
Two of the 50 workers moved away from Dane County, and two workers died prior to 2005. Of the 46 remaining, 10 lived with one or both parents, one lived with a sibling who was not disabled, and twenty lived in supported apartments with no more than one other person with disabilities and a paid person without disabilities. Eleven lived in supported apartments with one other person with disabilities; professionals who lived nearby came to them and provided assistance but did not live with them. Typically, support from professionals who lived nearby ranged from 2 to 8 hr/day; support was supplemented with electronic monitoring systems (e.g., exit alarms and motion detectors). Four lived in adult family homes (i.e., foster homes for adults). No worker lived in a setting with more than two unrelated persons with disabilities (i.e., in a group home).
A long-standing practice of segregated workshops and activity centers is to arrange for their clients to leave residences in the morning and return in the late afternoon. During these times, residential support agencies do not have to employ personnel and parents/guardians are released from direct care responsibilities. In most instances, agencies that support workers with significant disabilities in integrated vocational settings must arrange for approximately the same amounts of time out of residences. This, indeed, was the practice of Community Work Services in that most of the workers were gone for the day (8:00Y3:30, for example). Table 1 and the following section provide detailed information about the hours occupied by work commitments. Following the Work Histories section, information is provided in the Recreation, Lunch, and Transportation section so that the reader can understand how these activities figured into the days of the workers.
Work Histories
Integrated Work Environments An integrated work environment has three major characteristics. First, it is naturally proportioned. Assume approximately 1% of the general population has significant disabilities. If so, no more than approximately 1% of those who work in a general work environment can be so disabled. A hospital, which in this context is considered a general work environment, employs 500 persons. In order for it to be considered naturally proportioned, approximately five or 1% of the 500 can have significant disabilities. Even then, a superficial analysis might induce the judgment that because the hospital is naturally proportioned, the areas in which the five work are thereby acceptable. Further analysis may reveal, however, that the five workers are confined to a mobile maintenance crew or an enclave; are supervised 100% of the time by job coaches; have few, if any, opportunities for vertical or horizontal enhancement; experience only segregated lunches and breaks; and are restricted to situations in which meaningful social interactions with coworkers and others who are not disabled are rare, if not impossible (Brown et al., 1991) . Thus, although the hospital as a general work environment may be naturally proportioned, immediate work and related subenvironments are overpopulated with workers with disabilities and are de facto unacceptable. The point here is that a worker with significant disabilities must work in sight, sound, and within reasonable distance of coworkers who are not disabled. All 50 workers carried out their jobs in settings that were in reasonable accordance with these criteria.
Inspection of the work environments in Table 1 reveals that the 50 workers had jobs in 253 settings. In this context, a setting was counted more than once if more than one worker was employed in it. The number of work settings per individual worker ranged from 1 to 10. In total, there were over 150 different integrated work environments.
There were important changes in the types of integrated work environments utilized across time. In 1986, 20 food service and 22 office settings were the sites for the 40 workers served at that time (this number excludes the two workers who died and the two who moved from Dane County). In 2005, the same 40 workers were employed in only six food service environments but in 47 office settings. Concerted efforts to increase office sites were made for the following reasons. First, offices often have low turnover rates relative to food service settings. This allows for the frequent contacts and common experiences over extended periods necessary for the development of meaningful social and supportive relationships with coworkers without disabilities. Second, parents/guardians and workers often preferred office settings. Third, many office tasks were less physically and cognitively demanding than those required in food service settings. For example, clerical collating and stapling tasks required relatively few skills, discernable sequences, less stringent time constraints, and simple qualitative judgments when compared to bussing tables, washing dishes, sweeping floors, or making salads in a restaurant. Fourth, Madison contains a large number of city, county, state, federal, and private offices. Fifth, the central location and close proximity of many government office buildings allowed for convenient transportation for workers and job coaches.
Many workers were employed in two or more work environments in a day/week, primarily for the following reasons:
& At times one environment did not provide the variety of tasks that would maintain interest, willingness to perform, and physical well being. & Workers who presented social and behavioral challenges were often more readily accepted or tolerated if their work schedule was less than a full day/week in a particular setting.
& If someone worked in two settings and lost access to one, it was usually less disruptive for the worker and easier to arrange another part time rather than a full-time job.
& A setting may have required skills that were in the repertoire of a worker during some, but not all, parts of the work day/week. For example, one worker performed her job acceptably at a restaurant in the mornings; however, during busy lunch periods, when she could not carry out her job adequately, she worked at a nearby video rental store.
Work Tasks
A job is defined as the entire range of skills required of a worker without disabilities in order for an employer to hire or continue to employ her/him at least at the minimum wage. Some components of the jobs of coworkers without disabilities were too difficult for the workers. Answering telephones, using word processors and assisting customers, are examples. In short, a business could not succeed if it was dependent upon the productivity of only the workers with disabilities. In addition, many of the workers manifested attendance rates and behavioral challenges that would not have been tolerated by most employers, if the workers were not disabled.
If a worker with disabilities does not complete a task in accordance with the minimally acceptable standards of an employer, and as a consequence a coworker without disabilities must be paid to do so, it is considered real work. All 50 workers performed real work in accordance with this definition. In some instances, a worker with significant disabilities could complete some work tasks acceptably in the same manner as coworkers who were not disabled. In other instances, a worker could do so only if individualized adaptations were designed and utilized. An adaptation refers to something that is added to, or changed in, the setting that allows a worker with disabilities to perform his or her work in accordance with the minimally acceptable standards of an employer. These adaptations are not needed by coworkers without disabilities. Some adaptations such as paper folding devices, colorcoded mail, and pictures of required performance sequences are relatively simple and inexpensive. Others are quite complex and costly. Many workers utilized a wide array of individualized adaptations throughout their careers.
From 1981 to 2005, the workers engaged in over 150 real work tasks. Efforts to provide opportunities to learn and perform a wide array of different and/or more complex tasks across days, weeks, and years were always made.
Years and Months in Work Settings and Reasons
for Job Changes The amount of time individual workers spent in particular settings ranged from 2 months to 27 years and 6 months. Job changes occurred for a range of reasons, most of which were designed to enhance opportunities and create better job matches. For example, changes were made because the array of tasks was too limited, complex, or simple. In some instances, a new job was secured because it offered better opportunities for social interactions and/or natural support. Changes were made to move someone from a volunteer experience to a paid work setting, or to a site closer to home with improved transportation options. Occasionally, a change was made so that professional support could be provided more effectively, and in some instances changes were made to accommodate a worker's medical needs or decline in stamina. Finally, like many workers, changes were made when workers became disinterested in a setting or tasks and asked for changes. BAsking for changes[ took different forms, including obvious declines in performance, exhibiting challenging behaviors, and/or refusing to go to work.
Some of the job changes were due to terminations and layoffs. Between 1981 and 2005, there were 18 terminations and 18 layoffs that occurred across 21 different workers. The reasons for terminations were unacceptable social/behavioral actions (14), excessive absenteeism (2), and poor work quality (2). Social/behavioral challenges that warranted dismissal included aggression toward others, demands for attention that interfered with the functioning of coworkers and supervisors, and stealing. Pens, coffee cups, and snack foods were the items taken most frequently. Money was rarely taken. In most instances, a worker was not terminated until several problematic actions were expressed. Some employers offered continued employment; however, job coaches often judged that it was important to provide workers opportunities to learn from natural consequencesYthe loss of one's job. In 12 of the 18 terminations, employers agreed to hire other workers supported by Community Work Services.
Reasons for layoffs were declines in business (6), the tasks workers performed were phased out (5) or were assumed by full-time employees (2), and there was an insufficient amount of work available (5). In one instance, a worker broke his ankle outside the work setting and the employer determined it was necessary to hire a replacement. Workers who exited integrated settings were moved to other integrated settings. Community Work Services has never had a worker move from an integrated to a segregated work setting.
Hours Worked
In most instances, job coaches supervised the workers from around 8:30 a.m. to 3:00 p.m., Mondays through Fridays. This encompasses time spent in working, in lunch and work breaks, in traveling, and in recreation activities. The number of hours spent working (including breaks) ranged from 6 to 30.5 hr/week. The average was 20.15 hr/week. Interestingly, many workers who presented social and behavioral challenges worked the most hours per week. With few exceptions, the number of hours worked per week remained relatively stable across time. This is noteworthy because as the workers aged, stamina and more serious mental and physical illnesses frequently reduced skill levels. Logically, as the competence and productivity of some workers increased, so did their earnings. However, increased earnings jeopardized some SSDI and SSI benefits and their work hours were maintained or reduced to keep them under the benefit loss threshold. & The ranges and amounts of work produced were almost always less than those of coworkers without disabilities. However, the work they produced released coworkers without disabilities to focus on more complicated tasks.
Wages
& The productivity of 12 workers was documented empirically by Community Work Services personnel. These employers were eligible for and utilized deviated wage certificates that allowed subminimum wages commensurate with productivity. There were many employers, however, who were eligible for deviated wage certificates based on a worker's productivity but chose to pay the minimum wage or higher. In 2005, seven of the workers were in Bvolunteer[ settings. Each of these seven also worked for wages in other settings. We believe that it is qualitatively better to work in an integrated setting as a volunteer than it is to work in a segregated setting for the amounts of money typically received. A worker was considered a volunteer if he or she had reasonable knowledge about, and agreed to perform, the required tasks and if the setting legally used other volunteers in the same capacities.
Volunteer settings were utilized for three major reasons. First, the physical, social, logistical, and other benefits of volunteering were deemed more important than the amounts of money that could be earned elsewhere. Second, the amounts of money earned jeopardized SSDI and SSI benefits. Wisconsin allows benefit determination professionals to decide how much a worker can earn before benefits are reduced or terminated. Some could have worked more hours and/or earned more money. However, they could not earn enough money or work the number of hours that would compensate for reduced or terminated benefits. Thus, they worked fewer hours, participated in paying and volunteer roles and/or deferred raises. Third, workers realized they could make money elsewhere but clearly preferred working in certain settings as volunteers. Despite these reasons, the use of volunteer settings decreased over time. In 1986, 15 workers functioned in volunteer roles; in 2005, only seven did so.
Professional Support
None of the workers could have been successful in a workplace, residential setting, or anywhere else without the comprehensive and sustained assistance of family members, job coaches, taxpayers, coworkers without disabilities, and others. In the workplace, professional support refers to the amounts and kinds of assistance a job coach provides that would not be needed if a worker was not disabled or was less disabled. & Some workers performed their jobs quite well in high ratio arrangements (e.g., 1:5 or 1:6 ratios) because of their personal care, social, travel, and work repertoires. Others performed their jobs quite well in high ratio arrangements during work times but needed low ratio arrangements (e.g., 1:1 or 1:2 ratios) during relatively unstructured break and lunch times and in travel and recreation activities because of personal care and behavioral challenges.
& If tasks were within the lower end of the difficulty range of a worker, the support required to ensure acceptable work quality was often minimal. However, job coaches persistently strived to generate horizontal and vertical enhancement opportunities. When a worker was learning additional tasks in a difficulty range or more complex tasks, increases in professional assistance were almost always required.
& One day a worker could have been doing quite well with only monthly checks; however, for health, behav-ioral, training, or other important reasons, he or she may have needed a job coach present for the entire time she was working the next day. Consequently, professional support had to be flexible and responsive to constantly changing circumstances. As the workers aged, deteriorating mental and physical health and the diminution of personal care skills often required increasing amounts and kinds of support.
The support arrangements used with each worker are presented in Table 1 and are categorized in the following manner: & 1 to 1 or 2. In these arrangements a job coach was in the same physical space, in sight of, and/or in extremely close proximity to one or two workers almost 100% of the time they were in their work settings. This intensity of support was deemed necessary to maintain concentration on tasks and productivity; address seizure disorders; honor court orders and strong parent/guardian preferences; manage behavioral challenges; minimize interference with the productivity of others; and attenuate safety risks. & 1 to 3, 4, 5, or 6. In these arrangements, job coaches were approximately 5 min away from the 3, 4, 5, or 6 workers for whom they were directly responsible. In order for these arrangements to be operative and yet to honor the criteria of an integrated work environment, settings that were in relatively close temporal and spatial proximity were used. For example, five workers' jobs were in four separate areas of a large government office building. This allowed one job coach to check each of the five every 15Y20 min. When necessary, coworkers without disabilities used cell phones and pagers to contact job coaches who were rarely more than 5 min away.
& Daily checks. In this arrangement, job coaches typically checked workers at least once per day. However, depending on support needs, a worker was checked or monitored once every 30 min to once in 4 hr. The typical routine of a job coach in this arrangement was to rotate across workers throughout a morning or afternoon. Because workers in this arrangement needed less assistance than others, their work settings were more dispersed. However, a job coach was rarely more than 15Y20 min away.
& Weekly and monthly checks. In these arrangements, workers were checked by a job coach 1Y3 times per week or 1Y2 times per month. Typically, a check lasted from 5 to 30 min. If circumstances required more support, it was provided.
Most of the support provided by job coaches in all arrangements described included the following: (a) providing systematic training and instruction, (b) verifying work was completed acceptably and that negotiated routines and schedules were followed, (c) motivating workers, (d) assisting employers/supervisors to set workers up with assigned tasks, (e) monitoring behavioral challenges and following through with agreed upon interventions, (f) monitoring dress and grooming requirements, (g) facilitating social interactions and communications between workers and coworkers/supervisors (e.g., programming and updating augmentative communication devices), (h) monitoring, evaluating, and improving the effectiveness of individualized adaptations (e.g., setting timers and alarms that indicated work breaks and transition to another work site), (i) getting feedback from employers and/or coworkers about worker performance and responding constructively, (j) assisting in restroom and related activities, (k) monitoring medical conditions and dispensing medications, (l) assisting during transitions to and from work sites, lunchrooms, transportation points, etc., and (m) responding appropriately to extraordinary situations.
Work Breaks
Whereas some workers had paid breaks, others did not because they worked less than 4-hr shifts. For those who did take breaks, the range was from 10 to 30 min. The average was 15 min. Breaks were often longer than those taken by coworkers without disabilities because more time was needed drinking, eating, and using restrooms. Some took breaks on their own, some took them with coworkers without disabilities, and some took them with job coaches.
Recreation, Lunch, and Transportation

Recreation
In 2005, 18 of the workers engaged in recreation activities during portions of their work weeks. These activities included Bworking out at the Y,[ swimming, shopping, using public libraries, and bowling. One worker swam at a BY[ approximately 5 hr/week. A job coach checked in with him about once per month. The 17 others participated in these activities with a job coach in groups of two or three. The workers spent from 2.5 to 6 hr/week in recreational activities during work weeks. The average was 4.5 hr/week.
The workers engaged in recreational activities for a number of reasons. First, as previously mentioned, it was necessary for most of the workers to be out of their residences between approximately 8:00 a.m. and 3:00 p.m. daily. Appropriate work tasks could not be arranged for that amount of time. Behavioral challenges, attention span difficulties, and/or limited stamina disallowed full days of work. Second, a worker and/or parents or guardians requested that some time be spent in recreational activities. When recreational experiences during nonwork days and times were analyzed, it was clear that involvement in some Bfun[ activities was needed. Third, health and fitness considerations led to incorporation of some physically demanding recreational activities. And, finally, recreational activities were used as motivations for working (e.g., Bin order to have money to shop, you must work[).
Lunch
Many workers needed more physical or other kinds of guidance during lunch than while working. Specifically, help was needed purchasing, opening packages, cutting foods, cleaning up, and using restrooms. Twelve workers needed physical assistance when eating and drinking.
Some workers experienced behavioral difficulties in relatively unstructured lunch periods, and in such instances a job coach ate lunch with from two to five workers in the same location. This was an unfortunate violation of natural distributions, but it was done because the personnel that would be needed to supervise in low ratio arrangements could not be afforded.
Transportation
Workers traveled to and from work using various means: walking (1), transported by parents (3), and independent use of city busses (11). The remaining workers used specialized transit or a combination of specialized transit and another means of transportation, including being transported in a job coach's personal vehicle.
Social Integration
It is incumbent upon those who claim integration is superior to segregation to delineate important elements that are operative in the former but not the latter. One of the most important characteristics of the integrated option is the opportunity to interact with and develop a range of social relationships with coworkers and others without disabilities who are not paid to be with you. Community Work Services expends substantial energies and other resources developing a wide array of social relationships between coworkers and others without disabilities. Indeed, although the vocational achievements reported are notable, for most workers they are secondary to the social relationships experienced. These relationships could not have been realized in segregated environments.
Several important points relative to enhancing social relationships emerged. First, if employers and coworkers without disabilities were comfortable with and liked the job coach, they were more likely to develop social relationships with workers. Therefore, job coaches were encouraged to be sociable, accessible, and approachable. They were also encouraged to provide relevant information about a worker's interests, abilities, and communication styles as ways of increasing opportunities for social interactions. Second, when job coaches initiated social contacts on behalf of a worker, coworkers were generally happy to be approached. Oftentimes they did not realize that becoming involved with a worker in social activities within or outside the workplace was appropriate and preferred. After initial contacts and connections were made by job coaches, coworkers often continued and expanded them with minimal support. Third, in some instances meaningful social relationships developed quickly and with relative ease. However, it was more common for them to develop gradually. One particularly helpful facilitating technique was for job coaches to model desired social interactions. For example, for 2 years a job coach brought cake and gifts to the office to celebrate the birthday of a worker. In the third year, coworkers organized his birthday party without the involvement of the job coach. In 2005, all of the workers celebrated their birthdays and workplace anniversaries with coworkers and employers. Fourth, as many wonderful social relationships developed, it became apparent that the workers seemed to be receiving much more than they were giving. Thus, with the assistance of job coaches, workers began acknowledging the birthdays of coworkers and employers, inquiring about vacations, sending get well cards, and making other gestures common in reciprocal relationships. After initiating more Bgiving[ actions, the workers became even more socially connected to coworkers and employers. Finally, although the excitement and novelty of new work settings and tasks oftentimes faded, it was quite common that social relationships with coworkers produced more satisfaction and sustained productivity.
The benefits of working in integrated settings were not restricted to the workers. Many coworkers described their work environments as being enhanced, their morale improved, and their personal and professional lives more fulfilled because they worked with persons with disabilities. Sometimes, workers did not participate in events with coworkers that were at night or on weekends because transportation could not be arranged. Nevertheless, there were many instances when workers attended gatherings at the homes of coworkers, ate with them at restaurants, and engaged in recreation activities together on weekends. The following are illustrations of such social relationships (names are pseudonyms):
Travis works at the office of the Wisconsin State Commissioner of Insurance. The director of human resources took a sign language course so she could communicate with him. She sometimes joined Travis for breaks and occasionally met him for lunch at a nearby cafeteria to Bchat.[ Several other coworkers learned some sign language. At his birthday parties, they all sang Bhappy birthday[ in sign language.
In 2005, the state office building at which Brad worked was renovated. Everyone was displaced during construction. When the renovations were completed, a floor plan was posted. Brad, who used to work next to Jane, was moved to another area. Jane went to her administrator and arranged for another employee to be moved so Brad could continue to work next to her.
Martin worked in the City of Madison Assessor's Office. He entered data into a computer using a mouth stick. He also used it to ambulate in his motorized wheelchair. His supervisor, Joann, observed job coaches struggle with his outerwear during cold weather. She surprised Martin one day with a poncho she made that could be easily slipped on and off. He loves the poncho and wears it whenever weather permits.
Kevin worked at the Badger Cab Company. One morning he was trying to use his pocket talker to communicate with coworkers. It was not working and he was becoming quite frustrated. One of his coworkers learned that Kevin's insurance did not cover the $300 for a new talker. He started a collection and in a few hours had enough. A few weeks later Kevin's coworkers arranged a cookout and surprised him with a new talker. Rick, Kevin's supervisor who organized raising the money, said, BIt's hard to describe. We could have someone else do the work, but it's better having Kevin. When he's not here, I miss him.[ Mike worked at the Avenue Bar and Restaurant, primarily as a dishwasher. After 15 years, he decided he wanted a new job. This was a difficult choice because he had made many friends and was especially close to Paul, his boss. Mike started working at the Mautz Paint Company, which was one block from the Avenue Bar and close enough for him to stop in to visit friends and for free lunch! After 2 years, the owner of the Mautz Paint Company announced the business was being sold and employees should expect to be laid off. When Paul heard the news, he quickly reassured Mike that he could come back to the Avenue Bar on a temporary or permanent basis. He also guaranteed that he would not have to do dishes. When Mike's job coach thanked Paul for his generous offer, his response was, BMike is family. He is like a brother to me.[ From 1981 From to 2005 , the 50 workers participated in over 150 integrated work settings, performed hundreds of meaningful jobs effectively, and enjoyed hundreds of social relationships with persons without disabilities who were not paid to supervise them. Not one moved from an integrated to a segregated setting and not one instance of physical or sexual abuse in an integrated setting was reported. Vulnerable individuals are safest when they engage in meaningful activities in places with many peers without disabilities who are not paid to be with them.
Discussion
Those who opposed allowing opportunities for integrated vocational experiences in the 1970s and 1980s and predicted failure and harm were wrong. Those who oppose integration today are even more wrong because we now have an increasing body of evidence that, given authentic instruction and reasonable long-term and personalized support, individuals with significant disabilities can be engaged successfully and safely in integrated vocational settings over long periods. Specifically, it is the considered professional judgment of the authors that the number of environments to which the workers were given access, the quantity and complexity of skills they learned and performed, the social relationships they experienced, and the personal choices they were allowed to make were enhanced dramatically because they were part of integrated rather than segregated settings.
If MMSD school personnel did not provide authentic vocational assessment and instruction, it is extremely doubtful that many parents would have advocated for their children to be supported in integrated work settings after school exit; that Community Work Services would have been created; and that the workers and many others would have had opportunities to participate in integrated society for so long. Tragically, the service delivery models and curricula that have been proven effective preparing students with significant disabilities for the real world of work at school exit are being used by too few school districts. The results are waste, unemployment, disappointment, frustration, dependence, and lives with other qualities that are less than acceptable. It does not have to be this way.
Schools are time-limited means to ends. They are not ends. In the United States, students with significant disabilities typically attend school until around age 22. They are supposedly provided with specially trained teachers, a wide array of therapies, paraprofessionals, door to door travel services, low ratio instruction, special art, music and physical education, special facilities and individualized curricula. These supposedly special services cost substantially more than those offered peers without disabilities. In addition, they are much more than the monies per capita available to most post-school service agencies. The results of these well-intentioned and expensive services are unacceptable. What can educators do to produce better outcomes?
& Provide authentic vocational assessment and instruction. & Teach skills for successful performance not only in integrated schools and classes, but also in integrated lunch and break rooms, on public busses and trains, in carpools, work sites, parks, and in a variety of other integrated settings (Brown et al., 2000) .
& Teach students to do as much as possible for themselves and to use their skills as well as possible under natural supervisory conditions. The unnecessary use of 1:1 or other low ratio instructional arrangements during school careers makes it extremely difficult for individuals with disabilities to function in real work and related settings under natural supervisory conditions and in accordance with financially viable job coach to worker ratios at school exit. The clear message to schools is to teach students to participate effectively in the highest possible personnel to student ratios (Brown, Farrington, Knight, Ross, & Ziegler, 1999; Storey & Certo, 1996) . & Teach as many students without disabilities as possible, the coworkers of the future, to provide meaningful natural support.
& Start fading out school and scheduling in experiences in integrated nonschool settings no later than age 14 (Brown et al., 1983) .
& Teach students to be nice to others and to work hard. & Take responsibility for, plan for, fight for, demand, and do all that is feasible to produce integrated outcomes or step aside and give someone else a chance. That is, if school personnel cannot or will not provide reasonable preparatory experiences, they should contract with others who can and will (Brown et al., 1984; Owens-Johnson et al., 2002 ).
An important common denominator of persons with significant disabilities is their need for lifetime extra support. If the workers did not need extra support for life, they would have enrolled in vocational/technical schools, community colleges, or other short-term, timelimited programs. Unfortunately, there is no evidence that short-term, time-limited services are effective for persons with significant disabilities. This was understood by the courageous and insightful elected and administrative Dane County officials who generated and maintained the critical long-term support. If not for their values, priorities and commitments, the workers would have spent their lives in segregated settings and/or at home. Instead, they are seen on public busses, hospitals, streets, laboratories, government offices, banks, and many other integrated places making positive contributions to their community and making their parents and the professionals involved proud.
Personnel to worker ratios are causally and inversely related to costs: the higher the ratio, the lower the costs; the lower the ratio, the higher the costs. This economic reality is a major obstacle for persons with disabilities who wish to work in integrated vocational settings. The more you cost, the higher are the probabilities that you will be confined to segregated settings, placed on waiting lists, and/or confined to your home. In addition, as the number of persons with disabilities who need long-term taxpayer support for vocational services increases, so does the urge to revert to less than acceptable sheltered workshops and activity centers.
Community Work Services operates with an average 1:4.5 ratio because it serves persons that need life time supports. Indeed, most of the workers are aging sooner than chronological age peers without disabilities. Dementia, mental illness, and loss of physical abilities are increasingly problematic. Nevertheless, they express a reasonable range of skill levels, behavioral challenges, personal care repertoires, etc. Few agencies can survive financially or otherwise if they only serve workers with complicated personal care needs or only workers who have serious behavioral challenges. Balanced and heterogeneous populations allow more persons with disabilities to participate in integrated settings at reasonable costs.
Finally, if you are alive and have significant disabilities, you must be somewhere. Where should you be? You must be with someone. With whom should you be? You must be doing something. What should you be doing? You should be in respected environments with individuals without disabilities doing what they do because an integrated life is inherently better than one that is segregated. We must do all that is reasonable to prevent anyone from experiencing lives that are segregated, nonproductive, sterile, unnecessarily dependent, and costly. Conversely, we must do all that is reasonable to prepare and arrange for all citizens to live, work, and play enjoyably and productively in a safe, stimulating, and diverse integrated society; that is, to live ordinary lives.
